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• “Not enough money in pool”
• The facts:

• Historically the 2.4% has provided us with the ability to 
appropriately reward our employees

• All of us as Supervisors need to differentiate between 
higher and lower performing employees and take 
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• This system is a “Pay for Performance” system, 
not a pay increase for performance system

• We need to be straightforward about the process with 
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3) Increase non-salary incentives
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hiring processes

6) Improve internal hiring/retention processes

7) Overcome disincentives/fear of risk to hire
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• Interviews with fourteen 4.0 branch heads and division heads 

were conducted in March 2000
• We realize that we are shifting the environment on our 

management workforce
• We’ve been emphasizing the accommodation of the downsizing of our 

workforce and the burden fell mainly upon you at the division and 
branch level

• We appreciate your heroic efforts and acknowledge the difficulty of 
your environment

• By doing this we have created an environment of risk aversion   -- we 
now have to look forward and take the risks that comes with now 
creating our workforce of the future
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• High energy that higher management interested
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• Quantity, future direction
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• Environment is seen as
• Scrounging for work , justifying/working on downtime
• Struggling in communication with IPTs/EDTs

• Higher management seen as wanting problems solved but not 
willing to engage

• No apparent strategic view of workforce
• “Catch-22” - can’t hire without a JO, can’t get work without the 

talent  -- no funds available
• Frustration over administrative workload of supervisors
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corporation  -- that means you

• TEAM Workforce Futures Subgroup Outbrief
• Jun 2000, Executive Outlook and Planning Forum dedicated 

to developing a coordinated, integrated process for 
addressing current and future needs for NAWCWD 
workload, workforce and investment

• Developing resources to help each of you look strategically 
at your groups and competencies

• Strategic views need to be formed at ALL levels of our 
corporation  -- that means you

We are committed to improve communication on 
our strategies  -- We all need to be involved.
We are committed to improve communication on 
our strategies  -- We all need to be involved.



So, What are We Doing?
Hiring, Recruiting, Administration

So, What are We Doing?
Hiring, Recruiting, Administration

• We created a task team to cut  time delays in the hiring 
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integrate all of the functions for renewing our workforce

• We are focusing efforts on easing the admin workload 
through the BFM competency
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Relocation bonuses as well as retention allowance 
authority
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• We have been so efficient at reducing desirability of 
downtime and NOR that we have left very little overhead 
discretion to our competency managers

• We have set up a method to get transition funding to those 
supervisors who are hiring

• We have set up $500K for this year
• We have also budgeted $3.5M to assist in recruiting, 

relocation, and transition costs next year
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L3 organizations
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• Eliminates need for individual ads

• Key points
• Open continuous advertisements

• Collect resumes continuously
• Moving to make resumes available to supervisors 

on HR Web
• Interview candidates at anytime
• Receive selections lists from HRSC quickly

• 5-14 days from HRO submitting action

• Old process:  Average 81 days to offer
• New process expectation:  Average 27 days to offer
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• Electronic job opportunities by subscription
• Employees are invited to subscribe                     

(all-hands e-mail)
• Receive daily e-mail listing job opportunities

• Likely move to weekly after 90-day orientation

• Links within the e-mail to narrative job postings
• Links to merit promotion postings
• Links to S&E reassignment postings

• Employees can “unsubscribe” at anytime
• Moves away from passive web posting approach
• Moves toward “see the job, prepare resume, 

apply real time”
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• Key process points
• Open continuous postings on HRSC web site

• Recent key tweaks
• HRO works key skills with HRSC up front

• HRO posts specific jobs on HR web site
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• HRO postings very brief
• “Easy target” for resume preparation

• Employees informed of postings via EJOBS
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• DP-4 S&E Registers
• “Have an allocation, need to promote now”

• In negotiations with HRSC

• Establish specific registers of DP-3 S&Es who 
desire DP-4 jobs

• Applicants apply to register(s)

• Management gets selection list from register

• Could cut cycle time by two-thirds
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• Provides for a $20K Hiring Transition Allocation
to organization doing hiring
• Organization = lowest level (branch, section)

• Covered actions:  Journey level technical hires in 
3.0, 4.0, and 5.0

• Program start:  New hires coming on NAWCWD 
rolls on or after 17 June 01

• Program size:  $500K for balance of FY01

• $20K spent however organization chooses
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Hiring Transition Allocation $20K

• Made some recent changes
• Need to let the changes work - evaluate
• Some good early indicators - repeatable?
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• Remember, we won’t be able to attract the work 
of future if we don’t have the workforce with the 
right skills
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• 2.4 HRSC offer time

• 79.7 Avg. Total Days
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• Internal Hiring

• Average Days
• Resumix

• 2.5 Mgmt. To HRO

• 11.0 HRO to HRSC

• 10.0 HRSC issue list

• 7.0 Mgmt. Return list

• 2.5 HRSC offer time

• 33.0 Avg. Total Days
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• External Hiring 

• Average Days
• Open Continuous

• 2.5 Mgmt. To HRO

• 5.0 HRO to HRSC

• 10.0 HRSC issue list

• 7.0 Mgmt. Return list

• 2.5 HRSC offer time

• 27.0 Avg. Total Days
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Expected Cycle TimesExpected Cycle Times

• External Hiring (Non-S&E)

• Average Days
• Individual Announcements

• 2.5 Mgmt. To HRO

• 5.0 HRO to HRSC

• 28.0 HRSC issue list

• 7.0 Mgmt. Return list

• 2.5 HRSC offer time

• 45.0 Avg. Total Days

• External Hiring (Non-S&E)

• Average Days
• Individual Announcements

• 2.5 Mgmt. To HRO

• 5.0 HRO to HRSC

• 28.0 HRSC issue list

• 7.0 Mgmt. Return list

• 2.5 HRSC offer time

• 45.0 Avg. Total Days


